Indonesia is the improvement of the professionalism of state civil apparatus (ASN). In order to obtain professional human resources, the government has implemented a competency-based selection method. This paper would identify advantages and disadvantages of the selection method in predicting the future performance of state civil apparatus. This research used the qualitative method. The selection method with the highest validity is able to predict the future performance of employees. However, the determination of types of competence tests must also consider the cost of selection and the flexibility of the measures towards various kinds of jobs. Psychological tests have some advantages as a measure, both in cost and validity, compared to interviews and competence questionnaires. As for the choice of the method of simulation, In-Tray has advantages compared to other techniques of simulation because it is able to measure six types of competences and relatively easy to perform.
INTRODUCTION
One of the demands of bureaucratic reform in Indonesia is the improvement of the professionalism of state civil apparatus (ASN). Ever since, the government started to feel some concern about the implementation of the principle of merit system in the management of employees in order to guarantee state civil apparatus' professionalism. In fact, Law on State Civil Apparatus of 2014 explicitly explains the implementation of merit system in each stage of civil service.
However, the implementation of merit system is obstructed by some problems, among other things, job assessment which has not yet been conducted objectively; low work culture and work ethic, and inconsistent imposition of disciplinary regulations [1] . One of the reasons that these phenomena occur to civil servants is informal social relationship between an employee and another employee, particularly the closeness to other employees who have a high position, which may influence the policy on the placement of an employee in a particular job position. The result of studies conducted by Erman (2007) and Agusyanto (2007) has stated various forms of social relationship which influence the position of a civil servant, among other things, political relationship between local leaders and their followers, colleagues from the same university, kinship, and friendship. These forms of relationship have made employees' career become uncertain.
In order to obtain professional human resources, the government has implemented competence assessment methods which are conducted during the recruitment process of new employees and determination of structural officials of Echelons I-IV. Regulation of Head of the National Civil Service Agency (BKN) Number 23 Year 2011 on Guideline on Competence Assessment of Civil Servants has stipulated a number of methods for measuring competence, such as psychological test, competence interviews, competence questionnaires, and assessment centers. The research question of this paper is what are advantages and disadvantages of each type of measures? This paper would identify advantages and disadvantages of the selection method in predicting the future performance of state civil apparatus.
II. RESEARCH METHOD
This research used the qualitative method. The type of data used in this research is a combination of primary data and secondary data. Primary data were obtained through the research experience, while secondary data were obtained from literature study.
Data were collected from multiple sources, such as interviews, observations participatory, and literature reviews. In this way, the combination of data collection methods is expected to result in more accurate data.
The first stage in data analysis techniques was to reduce data; data collected during the research process were grouped by using the coding technique, discarding unnecessary data, and organizing data in order to facilitate conclusion drawing. The second stage was to present data, whether in the forms of texts or tables. The third stage is to draw a conclusion by formulating a statement related to the research question. Meanwhile, the credibility of data was tested by using source triangulation.
III. RESULT AND DISCUSSION
Selection is the process of deciding which applicant best meets the needs of the organization. Some definitions of selection according to some experts are as follows: selection is the process of choosing from a group of applicants the individual best suited for a particular position [2] ; process of collecting and evaluating information about an individual in order to extend an offer of employment [3] ; some specific steps taken to determine which applicants will be admitted and which applicants will be eliminated [4] ; specifically to the process of selecting from among all qualified applicants the person who will most likely best meet the needs of the organization for a specific position [5] .
It can be said that selection process is a determining preliminary stage for the organization to obtain professional employee candidates who will hold particular positions. Selection is conducted not only for hiring new employees, but also for determining employees qualified to get job promotion.
The first stage of selection is to determine the expected competence criteria by considering the aspects of knowledge, skills, and abilities (KSA's) "knowledge as those information that allows an individual to perform functions that are based on theories, facts, and principles; skills address the demonstrated abilities or proficiencies, which are developed and learned from past work and life experience" [6] .
After the competence has been compiled, the next stage is to determine the selection method. Some selection methods are usually used for determining the right man; structured interviews, cognitive ability test, biographical data, personality and integrity test, work sample test or assessment centers, unstructured interview, the "big five" personality traits [5] .
Regulation of Head of the National Civil Service Agency (BKN) Number 23 Year 2011
Based on the opinion of some experts and the available studies on regulations, currently the contextual factor is much taken into consideration in recruitment. Selection and recruitment are not only emphasized on knowledge and skill or tangible ability but also on one's characters, behaviors, and habits called non-task-related factors which affect productivity and the achievement of the organizational goals [6] .
Types of selection methods used to measure managerial competences at each echelon based on Regulation of the Head of State Civil Service Agency Number 23 Year 2011 are: 1) the psychological test is a test that uses various standardized psychological test measures to examine the tendency of intelligent potential and preferences of assesses which can used as prediction of success in a job; 2) the competence interview is an assessment that uses structured interviews arranged based on the competence requirement of the job to be occupied; 3) the competence questionnaire is an assessment that uses a list of questions arranged based on the competence requirement of the job to be occupied; 4) simulation is a measure that uses complex problems describing real situation and condition which may arise in everyday tasks/works. In the selection of Echelons III the assessment team must determine 3 measures, and as for Echelons IV, the team must determine 2 measures. Therefore, the competence assessment team must choose which method is efficient to measure competences for Echelons II and IV. For this reason, determination of an appropriate selection method is usually conducted based on some considerations, such as validity, reliability, and the cost spent. Meanwhile, measures which are able to more accurately predict the future performance of employees are based on validity of the selection method.
Comparison of the validity of selecting methods proposed by some experts is as follows: Referring to the research result proposed by Hermelin and Robertson [7] and Schmidt and Hunter [8] , there are differences in the result of validity of each selection method. There is a change in the validity of selection methods in a period of 4 years based on the result of both researches. Schmidt and Hunter [8] stated that the method with the highest validity score is structured interview. Meanwhile, according to Hermelin and Robertson [7] structured interview is the method with the second highest validity score. The method with the highest score is the work sample because it is able to examine an applicant's skill on a work-related task through direct assessment; hence the performance shown may approach the actual performance.
The choice of measures in selection of echelons III and IV based on Regulation of the Head of State Civil Service Agency Number 23 Year 2011 may refer to Table 1 . Validity of the score of interviews and psychological test is relatively the same. However, psychological tests have some advantages compared to interviews and competence questionnaires. Based on the competence assessment experienced by the Regency Government of A and the Regency Government of B, the cost of psychological tests is lower than that of interviews. The experience of some experts also has revealed that GMA (also called general cognitive ability and general intelligence) can be used for all jobs [8] . Therefore, apart from the element of validity, the determination of types of competence tests must also consider other elements, such as the cost of selection owned by the public organization and the flexibility of the measures towards various kinds of jobs.
The advantage of interviews is the ability to elicit deeper information and the ability to directly see one's response to the needed information, but the cost of interviews is higher than that of psychological tests and competence questionnaires. Meanwhile, the advantage of competence questionnaires is that its cost is lower than psychological tests and competence interviews, but a constraint occurs in the preparation process of questionnaires, in which assessors must conduct a preliminary research on the type of jobs and the job risk of the position to be applied for to identify the expected competence. Usually the result of competence questionnaires is not valid enough to describe employees' competence. Hence, the choice of competence questionnaires as complementary measures can be suggested, but they are not suggested as a single measure. The reason is that competence questionnaires must be validated with other measures.
There is no simple rule of thumb for which or how many test use. Although some methods have greater validity, several are necessary at a minimum to provide the degree of assurance appropriate for such an important decision. Interviewing and reference checks are major responsibilities for the hiring manager and involve discretion. Although this discretion is important, unstructured interviews and haphazard reference checks frequently result in low validity, wasted resources, frustrated candidates, and illegal practices (MSPB in Berman et al, 2010).
After determining the main measure, the next step is to choose the measure in simulation. The crucial factor of all types of measures is the design of questions that must accord with types and levels of the expected competences. Therefore, the determination of types of simulation is begun with identification of types and levels of the expected competences for a job by conducting interviews with the job holder, superiors, or peers.
The technique for choosing measures for simulation stated in Regulation of the Head of State Civil Service Agency Number 23 Year 2011 depends on the type competence to be measured and availability of time for assessment. There are 6 types of main competences which are usually measured, analytical thinking (AT), planning and organizing (P&O), relationship building (RB), customer service orientation (CSO), decision making (DM), and team leadership (TL). Meanwhile, the availability of time for assessment can be measured with the job weight of the assessor at the stage of planning and implementation of each type of measures according to the experience in conducting assessment in the Regency Government of A and the Regency Government of B. Based on the explanation in Tables 1 and 2 In Tray occupies a special place because of some reasons. In tray is a type of simulation which is able to measure 6 types of expected competences and regarding the time needed to accomplish the job, referring to the job weight performed by the assessor, it is relatively shorter compared to other types of simulation. The choice of the type of simulation is adjusted to the type of competences to be measured and the factor of job efficiency (time, amount of resources, and cost).
IV. CONCLUSION
The selection method with the highest validity is able to predict the future performance of employees. An appropriate choice of methods will help the organization to find the right man. Some methods are able to predict the future performance with a high level of validity, such as psychological tests and structured interviews. However, apart from the element of validity, the determination of types of competence tests must also consider other elements, such as the cost of selection owned by the public organization and the flexibility of the measures towards various kinds of jobs. Psychological tests have some advantages as a measure, both in cost and validity, compared to interviews and competence questionnaires. As for the choice of the method of simulation, In-Tray has advantages compared to other techniques of simulation because it is able to measure six types of competences and relatively easy to perform.
